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Abstract 
This study aims to determine the level of job satisfaction and examine factors affecting job satisfaction among 
Faculty members at Al Ain University of Science and Technology in the United Arab Emirates. A sample of 110 faculty 
members, responded to the study. Job satisfaction was measured by The Brayfield Rothe Job Satisfaction Index as 
modified by Warner and self-efficacy by the General Self-efficacy Scale. T-test analysis, Pearson correlation, one-way 
analysis of variance with Tukey post hoc and multiple regression analyses were employed. Results indicated that 
faculty members had a high level of job satisfaction. Moreover, results showed differences in the level of job 
satisfaction for men with higher academic ranks and more teaching experience. No significant difference in job 
satisfaction could be seen among married and bachelor faculty members. Therefore, this variable was excluded from 
the further analysis. The result of stepwise multiple linear regression showed that the independent variables       
(self-efficacy, gender, age, teaching experience, and academic rank) accounted for 46.7% of the variance in the job 
satisfaction of faculty members. Findings showed that higher self-efficacy aligned with high levels of job satisfaction 
hence self-efficacy emerged as the most significant predictor of job satisfaction. Recommendations include that 
higher education policymakers in the United Arab Emirates must focus attention on self-efficacy and its inclusion in 
recruitment review and training & development of faculty, as an effort to improve faculty members’ job satisfaction. 
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Introduction 

Employee satisfaction is the most widely discussed 
issue in organizational behaviour, personnel and 
human-resource management, and organizational 
management. In simple terms, job satisfaction is 
crucial, and it directly impacts the performance of 
employees at different levels of the profession. In 
addition, it is an integral component of the 
environment of organizations and an important 
element in the relationship between managers and 
employees. 
Moreover, researchers showed that employees with 
high job satisfaction exhibit higher energy, 
pleasurable engagement, and enthusiasm; 

dissatisfied employees show distress, unpleasant 
engagement, lack of organizational commitment, 
decreased morale, low productivity, and 
nervousness. In any company or enterprise, job 
satisfaction of the total workforce plays a vital role. 
With a group of satisfied workers, institutions can 
successfully implement their plans (Akomolafe & 
Olatomide, 2014). Therefore, companies must 
strive to keep employees satisfied by making 
appropriate plans to increase levels of positive 
behaviour among workers with an understanding 
of the contributing factors to employees’ 
satisfaction (Probst, Baek, & Laditka, 2010). 
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Based on previously available information, the 
importance of studying job satisfaction comes from 
two important sets of findings. First, job 
satisfaction aligns with increased productivity and 
organizational commitment, lower absenteeism 
and turnover, and ultimately, increased 
organizational effectiveness (Ellickson & Logsdon, 
2001). The benefits employees receive from their 
organizations influence their skill, effort, creativity, 
and productivity they willingly contribute in return. 
The second important finding is that low job 
satisfaction has negative outcomes, such as 
withdrawal behaviour, increasing costs, decreasing 
profits, and, eventually, customer dissatisfaction 
(Zeffane, Ibrahim, & El Mehairi, 2008). 
Job satisfaction has become a serious problem in 
the management of educational institutions. The 
health of an educational institution depends on the 
job satisfaction of its employees (Wood, 1976). 
Moreover, job satisfaction is a prerequisite for an 
educator’s long-term tenure and performance, and 
overall institutional effectiveness (Wood, 1976). 
For these reasons, it seems wise to identify factors 
that affect the job satisfaction of faculty members in 
an educational institution, and to use these results 
to improve the well-being of individuals in an 
important area of their lives and to increase 
productivity and hence the profitability of the 
institution (Malik, 2011). 
 

Literature Review 

The Concept of Job Satisfaction 

As researchers widely focus on the complex 
phenomenon of job satisfaction, they offer 
numerous definitions of the concept. Wood (2003) 
described job satisfaction as “the condition of 
contentment with one’s work and it’s in my mind, 
denoting a positive attitude” Locke (1976) stated 
that job satisfaction could be viewed as “a 
pleasurable or positive emotional state resulting 
from the appraisal of one’s job or job experiences.” 
Three practical points of view illustrate the 
meaning of job satisfaction: First, job satisfaction is 
a valuable product of the society; second, is an early 
warning indicator at an early stage of an 
organization; and third, can serve as a predictor of 
organizational behaviour (Moorman, 1993). Job 
satisfaction has been linked to situational and 
personal factors. Situational factors include         
job-related conditions such as pay, opportunities 
for promotion, and working conditions, and 
characteristics such as task identity, task 

significance, skill variety, autonomy, and feedback 
(Heller, Judge & Watson, 2002). However, a more 
comprehensive approach requires the inclusion of 
many additional factors before researchers can 
fully understand job satisfaction such as employees’ 
ages, genders, temperaments, desires, and levels of 
aspiration. Further, family relationships, social 
status, recreational outlets, activity in 
organizational labour or politics, or purely social 
aspects, ultimately contribute to job satisfaction 
(Mishra, 2013). 
Numerous theorists attempted to explain job 
satisfaction, but two conceptual frameworks seem 
to be more prominent in the literature. First, the 
Herzberg two-factor theory of satisfaction supposes 
that two sets of factors are essential for job 
satisfaction: hygiene factors and motivators. 
Hygiene factors are associated with the work 
environment and include policies, supervision, pay, 
interpersonal relations, and working conditions. 
Motivators link to the job and include achievement, 
responsibility, advancement, recognition, and the 
work itself (Redmond, 2012). 
A second theory is Locke’s range of affect theory 
(1976), which determines job satisfaction through 
the difference between what an employee wants 
from a job and what the employee is getting from 
the job. A minute difference makes job satisfaction 
high; conversely, a huge difference means an 
employee is less satisfied with their job. 
Furthermore, this theory also affirms that 
employees give priority to one facet of the job. This 
prioritization is different for each employee. Hence, 
to guarantee job satisfaction, employers must 
identify the most important facet of the job for an 
employee and ensure this facet is met suitably (Ray 
& Ranjan, 2011). 
 

Self-Efficacy and Job Satisfaction 

Self-efficacy represents one aspect of                 
social-cognitive theory (Bandura, 1977). General 
self-efficacy is the belief in one’s competence to 
tackle novel tasks and to cope with adversity in a 
wide range of stressful or challenging encounters; 
in contrast, specific self-efficacy is constrained to a 
particular task at hand. High self-efficacy allows 
individuals to choose challenging settings and 
explore their environment or create new ones, and 
enhances human accomplishment and personal 
well-being in many ways. A strong sense of          
self-efficacy effectively buoys personal goals, how a 
person uses all effort to achieve those goals, and to 
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what extent they cope with problems and respond 
to failures (Martin et al., 2004). 
Bandura (1993) described teachers with a low level 
of efficacy were less committed to the teaching 
profession than those with higher efficacy. Because 
of their lack of commitment, teachers with a lower 
sense of efficacy spent more time on nonacademic 
activities than did highly efficacious teachers. 
Highly efficacious teachers were more likely to 
assist students who have difficulty learning and 
praise students for success. Lower efficacious 
teachers, in contrast, were more apt to give up on 
students who did not learn quickly and criticize 
their failures. Highly efficacious teachers had more 
motivation to remain in the teaching profession. 
Less efficacious teachers were more likely to 
experience burnout and leave the profession. 
Self-efficacy contributes significantly to teachers’ 
job satisfaction. Teachers were more likely to be 
satisfied with their work when they feel confident 
in performing their major work-related tasks or 
attaining their work-related goals (Vaezi & Fallah, 
2011). Self-efficacy influences job satisfaction 
through its link to practical achievement on the job. 
Thus, individuals with high confidence in their 
competencies and capabilities to carry out a job will 
exhibit a higher level of satisfaction on the job, 
regardless of their length of service with the 
organization. Piquart, Juang, and Silbereisen (2003) 
found that individuals who believe more in their 
self-efficacy are likely to have high job satisfaction. 
Telef (2011) investigated the relationships among 
teachers’ self-efficacy, job satisfaction, life 
satisfaction, and burnout. Results indicated that 
self-efficacy had a statistically significant positive 
relationship with teachers’ jobs and life 
satisfaction. Another study by Borgogni, Consiglio, 
Alessandri, and Schaufeli (2012) found that 
training in self-efficacy can help employees achieve 
higher job satisfaction. However, Tojjari, Esmaeili, 
and Bavandpour (2013) identified that perceived 
self-efficacy showed no significant effect on job 
satisfaction. 
 

Demographics and Job Satisfaction 

Researchers identified that gender, age, marital 
status, years of experience, academic rank etc. are a 
few areas to be explored for their effect on faculty 
members’ job satisfaction. Hence it was decided to 
explore these factors affecting job satisfaction. 
Researchers also provided evidence that employees 
express diverse attitudes about the factors of 

satisfaction due to their demographic diversities. 
Various surveys yielded a variety of results such 
that some demographics significantly influence job 
satisfaction whereas other attributes have no or 
little impact (Rosser, 2005). 
Research conducted in Jordan aimed to assess the 
level of job satisfaction among educational faculty 
members in Jordanian universities (Batainch, 
2014). Results indicated that faculty members had 
a moderate level of job satisfaction. Results showed 
improvement differences in the level of job 
satisfaction for men with higher teaching 
experience, higher rank, and university type. 
However, Jaime and Jamie (2004) findings 
displayed that the impact of demographics on job 
satisfaction was negligible.. In general, empirical 
data on the impact of demographic, institutional, 
and personal factors on job satisfaction is 
conflicting. Findings vary as to which factors affect 
the level of job satisfaction of academics 
(Oshagbemi, 2003). 
 

Gender and Job Satisfaction 

Although researchers conducted ample research on 
gender and job satisfaction in higher education 
organizations, no clear consensus emerged (Seifert 
& Umbach, 2008). Three situations may align 
gender and job satisfaction. First, women are more 
satisfied than men. In a study conducted by Malik 
(2011), the researcher tried to explain the 
relationship between demographic factors “Age, 
Gender, Family size, Income, Occupation, 
Education, Ethnicity, Nationality, Religion, Social 
standards and job satisfaction.” Results showed 
that women were more satisfied with the job than 
men. Okpara, Squillace, and Erondu (2005) found 
that female college and university teachers are 
more satisfied with their work than their male 
colleagues. Interestingly, female faculty members 
holding higher academic ranks expressed more 
satisfaction with their jobs than their male peers 
(Okpara et al., 2005). Conversely, other researchers 
found that men are more satisfied than women 
(e.g., Callister, 2006; Rosser, 2005; Seifert & 
Umbach, 2008). Similarly, Hijha, Jassbi and Ghaffari 
(2009), in their study on four university staff 
members, concluded that male academic staff tend 
to be more satisfied than their female counterparts. 
Researchers found no significant difference 
between the level of satisfaction of men and women 
(e.g., Smith and Plant, 1982; Warren & Johnson, 
1995), in studies on gender differences in the job 
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satisfaction among university professors. They 
concluded that either no significant gender 
differences in job satisfaction exist or that, if found, 
the differences are not statistically significant. In 
their study with academic members of 10 private 
universities in Bangladesh, Ali and Akhter (2009) 
recognized that faculty members overall are 
satisfied with their present condition. They found 
no significant differences among male and female 
faculty members regarding job satisfaction. 
 

Age and Job Satisfaction 

The literature supported the relationship between 
job satisfaction and age. Research findings by Bas 
and Ardic (2002) on age and job satisfaction 
indicated a positive correlation. Paul and Phua 
(2011) indicated age and job position affected the 
job-satisfaction levels of respondents. In contrast, 
Castillo, Conklin, and Cano (1999) found no 
significant difference in job satisfaction between 
older, more experienced teachers and younger 
teachers. Cano and Miller (1992) also found that 
teachers’ age, years in teaching, and degree status 
did not significantly affect their job satisfaction. 
Ghafoor (2012) found that age and job satisfaction 
do not positively correlate with each other. 
 

Marital Status and Job Satisfaction 

Another influential demographic variable that 
might bear on job satisfaction is the marital status 
of employees, but the results of the limited research 
conducted in this area are fairly inconsistent. 
Marriage increased satisfaction levels for faculty 
members in the Saner and Eyüpoğlu (2013) study. 
The researchers examined the relations between 
marital status and job satisfaction of higher 
education personnel. Results showed that the job 
satisfaction of married academics is, on the whole, 
higher than that of unmarried academics. A study 
by Noordin and Jusoff (2009) reported that marital 
status and age appear to significantly impact 
respondents’ level of job satisfaction. In contrast, 
Altınok (2011) found that single staff and 
professors had higher levels of job satisfaction. 
Results obtained by Campbell, Converse, and 
Rodgers (1976) indicated that single men are less 
satisfied with their jobs than married men. 
Njiru’s (2014) findings showed no significant 
differences at the p < .05 level in teachers’ working 
experience and marital status, showing that they 
did not influence their job satisfaction. Bhuyan and 
Choudhary (2003) identified the degree of job 

satisfaction of college teachers concerning gender, 
marital status, and location, as well as experience. 
Results identified significant differences in the job 
satisfaction of male and female teachers but no 
significant differences in job satisfaction between 
married and unmarried college teachers. Finally, 
Herzberg, Mausner, Peterson, and Capwell (1957) 
suggested that a clear conclusion cannot be drawn 
concerning job satisfaction and its relationship to 
marital status. 
 

Academic Rank and Job Satisfaction 

Few researchers investigated whether job 
satisfaction increases with academic rank. 
However, few showed that rank is a highly 
significant predictor of job satisfaction among 
academicians, with full professors expressing 
greater job satisfaction than junior faculty 
members (Oshagbemi, 1997). Similarly, Near, Rice, 
and Hunt (1978) found rank to be one of the most 
powerful predictors of job satisfaction. Sharma and 
Jyoti (2006) undertook a study “on job satisfaction 
of university teachers at Jammu University India.” 
They revealed that professors were more satisfied 
than lecturers. Ssesanga and Garrett (2005), in 
their study of the job satisfaction of university 
teachers in Uganda, concluded that rank 
significantly predicted academic job satisfaction. 
They examined the relationship between age, 
occupational level, and overall job satisfaction. Near 
et al. (1978) found that the strongest predictors of 
job satisfaction were rank and age. In another 
study, Springfield-Scott (2000) showed in his study 
among faculty in Piedmont, North Carolina that 
gender and rank affected faculty job satisfaction, 
whereas age, race, and tenure did not. 
In contrast, in a study performed in Northern 
Cyprus, the level of job satisfaction of academicians 
did not increase with academic rank (Eyupoglu & 
Saner, 2009). Bas and Ardic (2002) studied the 
“impact of age on job satisfaction among Turkish 
academicians.” The result showed that the rank of 
academic staff does not markedly affect job 
satisfaction. In Singapore, Paul and Phua (2011) 
indicated age affected the job satisfaction levels of 
respondents. However, variables such as gender, 
academic qualification, length of employment, and 
marital status showed no significant differences. 
 

Teaching Experience and Employee Satisfaction 

The literature supporting job satisfaction and years 
of experience indicated that no relationship exists 
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between job satisfaction and years of experience 
(e.g., Andrews, 1990; Griffin 1984). Cherabin, 
Praveena, Azimi, Qadimi, & Shalmani (2012) 
conducted an ANOVA, revealing a nonsignificant 
difference among teachers with different lengths of 
teaching experience in their mean job-satisfaction 
scores. However, research performed by Bowen et 
al. (1994) and by Bertz and Judge (1994) found that 
overall job satisfaction increased as years of 
experience increased. 
Nestor and Leary (2000) discovered that as years 
of experience increased for extension faculty 
members, their intrinsic and overall job satisfaction 
increased as well. In Pakistan, Ghafoor (2012) 
carried out a study to examine the relationship 
between demographic characteristics and job 
satisfaction among academic staff. The researcher 
identified that experienced faculty members were 
more satisfied than less experienced. In Jordan, 
Bataineh’s (2014) findings showed that highly 
experienced professors have a higher level of job 
satisfaction than others. Bataineh proposed the 
results can be attributed to the higher rank and 
greater financial and social status of professors 
with 10 or more years of experience. 
 

Study Significance 

Researchers of similar studies reported variation in 
the determinants and consequences of job 
satisfaction across cultures. Therefore, given the 
importance of understanding the determinants of 
job satisfaction, this study is of great importance to 
practitioners in the UAE. This study aimed to 
identify factors affecting job satisfaction among 
faculty members in the universities in UAE. 
Specifically, the study examined the relative effects 
of demographic factors on job satisfaction among 
UAE expatriates. It is seen that there were few 
studies on job satisfaction in UAE higher education 
sector. Findings from this study contribute to a 
greater understanding of the area of job satisfaction 
among teaching professionals in universities in the 
UAE as well as other developing countries. 
Significantly, this study provides knowledge about 
the relationships between self-efficacy and selected 
demographics and faculty members’ job 
satisfaction. 
 

Purpose of the Study 

The main purpose of the study was to understand 
the level of job satisfaction among the faculty 
members at present. The study was conducted at Al 

Ain University of Science and Technology (AU); a 
leading private university in UAE. The objective of 
the study was to determine where significant 
differences exist between faculty job satisfaction 
and selected demographics. Moreover, this study 
sought to examine if a relationship existed between 
general self-efficacy and job satisfaction among 
faculty members of AU. 
 

Research Questions 

Using a quantitative approach, explored the 
following research questions were explored: 

1. What was the overall level of job satisfaction 
among faculty members working in 
Universities? 

2. Does a significant difference exist in the job 
satisfaction among faculty members based on 
selected demographics namely gender, age, 
marital status, academic rank, and years of 
experience. 

3. Does a significant relationship exist between 
job satisfaction and self-efficacy? 

4. Extend to which variability in faculty members’ 
level of job satisfaction be explained by their 
self-efficacy, gender, age, marital status, 
academic rank, and teaching experience? 

 

Procedure 

Data collection was done during October and 
November 2014 after obtaining prior permission 
from the university administration. Respondents 
for the study agreed to participate in the survey 
upon understanding the objectives and procedures 
of the study and after signing the consent form. 
Voluntary participation in the survey and 
discussions were encouraged among respondents. 
Total confidentiality for the responses was assured 
to the respondents. The questionnaires were 
distributed directly through personal contacts to 
faculty members on both campuses of AU: Al Ain 
and Abu Dhabi. In total 110 questionnaires were 
received from the respondents. 
A pilot survey was carried out among 10% of the 
respondents using modified versions of the two 
scales. The purpose was to ascertain the feasibility 
of the study and the clarity and applicability of the 
tools. The pilot study helped to estimate the time 
needed to complete the questionnaire. It was found 
that approximately 15 minutes were required to 
complete the questionnaire. Based on the results of 
the pilot study, few modifications were made to 
prepare the final questionnaire. 
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Participants 

The present study used a descriptive-survey 
methodology. The population for the study were 
faculty members who were formally employed on 
the two campuses of AU (Al Ain and Abu Dhabi) 
during 2014. 
 

Instrumentation 

The questionnaire employed for this study 
consisted of three parts. Part I measured job 
satisfaction. The Brayfield-Rothe (1951) used the 
Job Satisfaction Index (JSI) to measure the overall 
job satisfaction of clergy in the Global Evangelical 
Church (Ghana). The questionnaire was modified 
slightly for cultural relevance. Although developed 
several decades ago, researchers still use the JSI 
today, and unlike others, it focuses on a 
participant’s intrinsic level of job satisfaction. 
Though the cognitive appraisals of the job namely 
salary, fringe benefits, working conditions etc. 
impact job satisfaction, they were not the focal 
point of this study. The study concentration is 
participants’ feelings and emotions resulting from 
their current teaching position (Moorman, 1993). 
The JSI scale consisted of 18 questionnaire items 
with five possible responses per item. Potential 
responses to the items ranged from strongly agree 
to strongly disagree. The questionnaire included 
items such as “My job is like a hobby to me,” “I feel 
fairly well satisfied with my present job,” and “I feel 
that my job is not more interesting than others I 
could get.” The questionnaire is a mixture of 
positive and negative statements. Scores for 
negative statements were reverse coded. The sum 
of a respondent’s score for each item provides an 
overall index of job satisfaction. The possible range 
of scores was from 18 to 90. 
Other researchers supported the psychometric 
properties of the Brayfield and Rothe’s (1951) JSI 
(Price & Mueller, 1986). Cronbach’s alpha was used 
to determine the reliability of the modified 
instrument, based on responses received from 
study participants. The second part of the 
questionnaire was designed to solicit participants’ 
demographic characteristics. To interpret the 
results, the level of job satisfaction was 
operationally divided them into three levels: high 
(more than 3.5), medium (2.5–3.49), and low (less 
than 2.49), knowing that the scale of alternative 
answers for the tool items was distributed into 5 
levels. 

Part II of the study questionnaire measured general 
self-efficacy. General Self-efficacy Scale (GSS; 
Jerusalem & Schwarzer, 1979) was used to collect 
data about participants’ general self-efficacy. 
Jerusalem and Schwarzer developed the original 
scale in Germany in 1979, originally consisting of 
20 items. In 1981, it was reduced to 10 items and 
subsequently adapted to 28 languages including 
Arabic (Jerusalem & Schwarzer, 1995). Participants 
rate the 10 items on a 4-point scale, ranging from 1 
= not at all true to 4 = exactly true. The item's 
example is “I can solve most problems if I invest the 
necessary effort”. The sum of responses to all 10 
items yields the final score with a range of 10 to 40. 
Higher scores indicate greater degrees of             
self-efficacy. 
Researchers reported the instrument’s reliability 
(Akpochafo, 2011; Jerusalem & Schwarzer , 1995); 
the Cronbach’s alpha of the GSS ranged from .75 to 
.90 respectively. The content validity of the 
instrument yielded 76.50% and the construct 
validity ranged between .51 and .92 (Akpochafo, 
2011). The formula of Cronbach’s alpha guaranteed 
the stability of the JSS and GSS tools’, and the 
stability coefficients were .80 and .86, respectively, 
which are significant and acceptable for this study. 
By using the "forward-backwards" procedure, a 
bilingual expert translated the English version of 
the two instruments into Arabic; then another 
bilingual expert translated the Arabic version into 
English without accessing the original version. A 
third bilingual faculty member compared the 
translated Arabic and the translated English 
versions and corrected any incongruence in the 
translation, detecting no significant variation 
between the two. These instruments have been 
translated into many languages, and for many of 
these translations, validation studies confirmed the 
internationally applicable nature of these tools. 
These instruments are in the public domain; 
therefore, they may be used without copyright 
permission. 
Part III of the questionnaire was comprised of the 
demographics of AU faculty members. Data on 
demographic variables were collected through a 
self-reported questionnaire that included gender, 
age, marital status, job rank, and teaching 
experience in the current job. 
 

Data Analysis 

This quantitative study used a descriptive 
correlational model. The data were analyzed 
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utilizing SPSS and presented the data analysis in 
tables. The alpha level for all statistical tests was 
set a priori at .05. t-test and ANOVA were 
performed with post hoc analysis to compare 
demographic-factor scores on the main variable of 
the study. Pearson correlation analysis was used to 
examine relationships between job satisfaction and 
general self-efficacy and hierarchical multiple 
regression analysis to explain and demonstrate the 
effect of self-efficacy and demographics as 
independent variables on faculty job satisfaction, 
the dependent variable. 
 

Study Results 

Demographic Data of Faculty Members 

The present study used a descriptive-survey 
methodology. The population for the study were 
faculty members who were formally employed on 
the two campuses of AU (Al Ain and Abu Dhabi) 
during 2014. The sample was chosen to cover the 
whole population. Among the respondents, 81.8% 

were men. According to the sample age, almost half 
(47.27%) were between 41 and 50. The 
overwhelming majority (90%) were married. A 
quarter (24.5%) were lecturers, half (51.8%) were 
assistant professors, and a quarter (23.6%) were 
associate or full professors. A quarter of the sample 
had been teaching for 3 or fewer years and a third 7 
to 9 years. The mean of their working years as 
faculty members was measured to be 5.08 (see 
Table 1). 
To answer the first question, “What is the level of 
job satisfaction among the faculty members of AU?” 
I calculated the means and standard deviations for 
all variables presented in Table 1. The result 
indicated that the mean for the overall level of job 
satisfaction was 4.018 with a standard deviation of 
6.65. Hence, the overall level of job satisfaction in 
the sample was high. The standard deviation was 
not high, indicating that most faculty members 
experience high levels of job satisfaction. 

 
Table 1. General Characteristics of the Sample, Means, and Standard Deviations of Job Satisfaction (N = 110) 

Characteristics 
Job satisfaction 
 N % Mean SD 

Gender  Male 90 81.80 4.07 9.313 
 Female 20 18.20 3.45 7.755 
 Total                                                  110 100.0 3.67 10.019 
Age 32–40 36 32.73 3.65 8.674 
 41–50 52 47.27 4.05 9.048 
 51 or over 22 20.00 4.25 10.139 
 Total                                                110 100.00 3.97 10.019 
Marital Status        Married 99 90.00 3.98 10.252 
 Unmarried 11 10.00 3.79 7.284 
 Total                                                  110 100.00 3.97 10.019 
Teaching experience 3 or less 30 27.27 3.68 10.324 
 4–6 42 38.18 3.78 7.113 
 7–9 38 34.55 4.24 9.797 
 Total                                                  110 100.00 3.96 10.019 
Rank                     Lecturer 27 24.50 3.63 10.589 
 Assistant 58 51.80 3.94 7.897 
 Associate and Full Professor 25 23.60 4.4 8.894 
 Total 110 100.00 3.97 10.019 

 
Results showed that less than a fifth of participants 
had low job satisfaction, almost half had a medium 
level of job satisfaction, and the remaining 40% had 
a high level of job satisfaction. The distribution of 
job satisfaction among the sample of 110 faculty 
members is depicted in Table 2. 
 

Table 2. Distribution of the Whole Sample According to the Levels of 
Job Satisfaction (n = 110) 

Category n % 
Low (up to 2.49) 18 18.2 
Medium (2.5–3.49) 48 41.8 
High (above3.5) 44 40.0 
Total 110 100.0 
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The second question was, “Does job satisfaction 
level among the faculty members of AU vary/differ 
according to the variables of gender, age, marital 
status, academic rank and teaching experience?” To 
answer this question, I calculated means, standard 
deviations, and t-tests to determine the differences 
between the dual-level variables. I used the F-test 
and Tukey honestly significant difference (HSD) 
comparisons test for post comparisons to identify 
the significance of differences between the 
variables. 
To find the difference between faculty members’ 
job satisfaction according to their gender, I applied 
independent t-tests on the mean differences 
between male and female faculty members’ 
responses to the JSS scale. As noted in Table 3, t-

test analysis revealed a significant difference 
between male and female faculty members (t = 
4.73, p =.000). The mean score for male faculty 
members (M = 4.07) was higher than that for 
female faculty (M = 3.45). This result indicated that 
men were more satisfied than their female 
counterparts. 
I conducted the Independent t-test on the mean 
differences between married and unmarried faculty 
members. As seen in Table 3, I found no significant 
statistical difference between married and 
unmarried faculty member for job satisfaction (t = 
.018, p = .986 > .05). The mean for married faculty 
members was 4.25, whereas female faculty 
members had a mean of 4.01. 

 
Table 3. Independent Samples t-Test of Job Satisfaction by Gender and Marital Status 

Dependent variable Independent variable  M SD t Sig. 
Job Satisfaction       
 Gender    4.73 .000 
  Male 4.07 9.94   
  Female 3.45 7.41   
 Marital Status    .018 986 
  Married 4.25 10.56   
  Unmarried 1.01 9.78   
* Significance level (a ≤ .05). 
 
To unravel the significance of differences according 
to the variable of age, I calculated an ANOVA. As 
shown in Table 4, statistically significant 
differences emerged in the level of job satisfaction 
among faculty members by their age (F = 8.631, p = 
.000), and in favour of those who are 51 years old 
or older. The mean among faculty members whose 
age is less than 40 years old was 3.65, aged 41–50 
years old was 4.05 and 51 or older was 4.25. This 
result means that the faculty members whose age is 
more than 51 years old have a higher level of job 
satisfaction than other age groups of faculty 
members. 
 
Table 4. Analysis of Variance of Job Satisfaction by Age (N = 110) 

Source 
Sum of 
Squares 

Mean 
Square 

F Sig. 

Between 
Groups 

1651.439 825.719 8.631 .000 

Within groups 10236.779 95.671   
Total 11888.218    

 
To identify the sources of these statistically 
significant differences, I conducted a further 

analysis using the Tukey HSD multiple comparison 
test. The result showed a significant means score 
difference between age groups 25–40 and 41–50 
and between age groups 40–50 and 51 or more. 
However, the mean score difference between the 
age group 41–50 and the age group (51 or more) 
was not significant, indicating that the two groups 
had the same level of job satisfaction (see Table 5). 
 
Table 5. Tukey HSD Comparison Test for Locating the Source of 
Differences According to Age (N = 110)  

(I) Age (J) Age 
Mean 
Difference (I-J) 

Std.Error Sig. 

25-40 
41-50 -7.45726* 2.12069 .002 
51 and more -9.56566* 2.64692 .001 

41-50 
25-40 7.45726* 2.12069 .002 
50 and more -2.10839 2.48767 .674 

51 and 
more 

25-40 9.56566* 2.64692 .001 
41-50 2.10839 2.48767 .674 

* Significance level (a ≤ .05). 
 
An ANOVA and the Tukey HSD comparison test 
measured the significance of three groups of faculty 
members with different academic ranks regarding 
their job satisfaction (F = 15.478, p = .000). As seen 
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in Table 6, statistically significant differences arose 
in the level of job satisfaction among the faculty 
members under their academic rank, favouring 
those who hold the rank of associate or full 
professor. That result indicates that faculty 
members who hold the rank of associate and full 
professor have a higher level of job satisfaction 
than members who hold other ranks. 
 
Table 6. One-Way ANOVA in Accordance with Academic Rank                      
(N = 110) 

Source 
Sum of 
Squares 

Df 
Mean 
Square 

F Sig. 

Between 
Groups 

2667.591 2 1333.796 15.478 .000 

Within 
groups 

9220.627 107 86.174   

Total 11888.218 109    
 
I used the Tukey HSD comparison test to identify 
the sources of these statistically significant 
differences between the means of job-satisfaction 
level for faculty members as per their academic 
rank. As seen in Table 7, all differences among the 
three groups of academic rank were significant. 
 
Table 7. Tukey HSD Comparison Test for Locating the Source of 
Differences According to Academic Rank (N = 110) 

(I) Rank (J) Rank 
Mean 
difference 
(I–J) 

Std. 
Error 

Sig. 

Lecture 

Assistant -8.04470* 2.16273 .001 
Associate 
and Full 
Prof. 

-14.22815* 2.57655 .000 

Assistant 

Lecture 8.04470* 2.16273 .001 
Associate 
and Full 
Prof. 

-6.18345* 2.22097 .000 

Associate 
and Full 
Professor 

Lecturer 14.22815* 2.57655 .000 

Assistant 6.18345* 2.22097 .017 

* Significance level (a ≤ 0.05). 
 
To unravel the significance of differences according 
to the variable of teaching experience, I calculated 
an ANOVA. The result revealed statistically 
significant differences in the level of job satisfaction 
(F = 11.870, p = .000) among faculty members in 
accordance with their teaching experience               
(see Table 8). 
 

Table 8. One-Way Analysis of Variance in Accordance to Teaching 
Experience (N = 110)  

Source 
Sum of 
Squares 

Df 
Mean 
Square 

F Sig. 

Between 
Groups 

2158.647 2 1079.323 11.870 .000 

Within 
groups 

9729.571 107 90.931   

Total 11888.218 109    

 
These statistically significant differences in 
accordance with the variable of teaching experience 
favoured associate and full professors who have 
experience of more than 7 years in their current 
position. The mean for faculty members with fewer 
than 3 years of experience was 3.68, whereas for 
faculty members with 4 to 6 years of experience, 
the mean was 3.78, and for those with 7 or more 
years, the mean was 4.24 (see Table 1). 
 
To identify the sources of these statistically 
significant differences between the means of the 
job-satisfaction level for faculty members in 
accordance with the variable of teaching 
experience, I performed a Tukey HSD comparison 
test for post comparisons. As seen in Table 9, the 
results showed that the differences between the 
mean scores of all the three teaching-experience 
groups were significant. 
 
Table 9. Tukey HSD Comparison Test for Locating the Source of 
Differences According to Teaching Experience (N) 

(I) Exper. (J) Exper. 
Mean 
Difference (I-J) 

Std. Error Sig. 

1-3 
4-6 -4.46667 2.80550 .286 
7 or 
above 

-4.80000 3.13664 .314 

4-6 
1-3 4.46667 2.80550 .286 
7 or 
above 

-.33333 2.80550 .993 

7 or 
above 

1-3 4.80000 3.13664 .314 
4-6 .33333 2.80550 .993 

 
I used bivariate correlation analysis to answer 
Question 4 of this study: “Does a significant 
relationship exist between job satisfaction and       
self-efficacy?” The results of this analysis indicated 
a moderate positive relationship between                 
self-efficacy and job satisfaction (r = .495, p < .05). 
This intercorrelation suggested that greater         
self-efficacy relates to higher job satisfaction. 
To answer the last research question, “To what 
extent can variability in the faculty member’s 
overall level of job satisfaction be explained by 
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their self-efficacy, gender, age, marital status, 
academic rank and teaching experience?” I 
performed a hierarchical regression analysis. The 
regression model included self-efficacy and 
selected demographics (gender, age, marital status, 
academic rank, and teaching experience). The 
variance inflation factor (VIF), a multicollinearity 
measure statistic, detected the collinearity among 
predicting variables. The result showed that the VIF 
between the variables was less than 2 (VIF = 1.00 
for self-efficacy, 1.3 for academic rank, 1.31 for age, 
and 1.18 for teaching experience) which was an 
acceptable level. So, high multicollinearity among 
variables did not appear to be a problem when I 
entered factors into a regression-equation model. 
Table 10 shows the results of regression analysis 
on the full sample with the independent variable, 
self-efficacy, and selected demographics (gender, 
age, marital status, academic rank, and teaching 

experience) used to predict the dependent variable 
of job satisfaction. 
Based on the strength of bivariate correlations 
among all variables, self-efficacy was the first 
variable entered into each of the three regression 
equations, because it was known to be highly 
correlated with job satisfaction. I expected self-
efficacy to account for the greatest amount of 
variance in predicting faculty members’ job 
satisfaction. Because the t-test analysis used in this 
study revealed no significant effects of marital 
status on job satisfaction, I excluded this variable 
from the regression analysis. The ANOVA analysis 
of selected demographics showed that gender and 
age are the most influential variables on job 
satisfaction; thus, I entered these variables second, 
and entered academic rank and teaching 
experience third. Table 10 shows results of the 
analysis of Models 1, 2, and 3. R differs from zero at 
the end of each model. 

 
Table 10. Regression Results of Self-Efficacy and Selected Demographics on Job Satisfaction (N = 110) 

Model Variables Stand. β R Total R2 ΔR2  F total ΔF Sig. 

1 
(Constant)      .000 
Efficacy .566 .566 .320 .320  50.795 50.795 .000 

2 

(Constant)      .000 
Self-efficacy .409 .651 .424 .104 26.030 9.602 .000 
Gender -.232      .005 
Age .208      .012 

3 

(Constant)      .000 
Self-efficacy .307 .683 .467 .042 18.193 4.131 .001 
Gender -.193      .016 
Age .119      .167 
Academic Rank .191      .030 
Teaching Experience .164      .044 

 
In Model 1, after entering self-efficacy in the 
equation, R2 = .320, F (1, 108) = 50.795, p < .001. 
Self- efficacy made a highly significant (ß = .566,      
p < .001) contribution to predicting job satisfaction 
among participants. Self-efficacy explained about 
one third (32.0%) of the variability in job 
satisfaction. 
Model 2, with gender and age added to the 
prediction of job satisfaction, R2 = .424, ΔF (1, 107) 
= 26.03, p< .001. Thus, gender and age together 
predicted additional variance in job satisfaction 
beyond that shared with self- efficacy. Δ R2 
increased .104 from .32 to .424. The three variables 
in Model 2 jointly accounted for 42.4% of the 
variation in faculty members’ job satisfaction. In 
Model 2, results showed that gender and age were 

significant unique predictors (Gender, ß = .232,       
p = .005; and age ß, .208, p = .012) of job 
satisfaction. 
In Model 3, I introduced academic rank and 
teaching experience in Step 3. The addition of 
academic rank and teaching experience increased 
the percentage of explained variance by 4.2%, total 
R2 = .467, F change (1, 105) = 4.131, p = .001. Δ R2 
increased .042. These results indicated that 
academic rank and teaching experience predicted 
additional variation in job satisfaction, and were 
significant unique predictors (academic rank,          
ß = .191, p = .03; and teaching experience ß, .164,    
p = .044). 
Self-efficacy, academic rank, age, and teaching 
experience together predicted 46.7% of the 
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variation in faculty members’ job satisfaction.    
Self-efficacy contributed most to faculty members’ 
job-satisfaction scores, followed by gender. Of the 
variables that did contribute significantly to a linear 
model of job satisfaction, all had positive 
coefficients, indicating that as the values of these 
variables increased, overall job satisfaction also 
increased. 
 

Discussion 

The present study aimed to investigate how        
self-efficacy and demographic variables (gender, 
marital status, age, academic rank, and teaching 
experience) affect job satisfaction. The study 
revealed that AU’s faculty members have a high 
degree of job satisfaction. In another study, the 
chance to do things for other people (social service) 
provided faculty members with the highest level of 
satisfaction (Zarafshani & Alibaygi, 2009). This 
result is congruent with the results of previous 
studies conducted in college environments (Al 
Rubaish, Abdul Rahim, Abumadini, & Wosornu, 
2009). 
In answering the second question, results indicated 
significant differences in job satisfaction between 
male and female faculty members. Though men and 
women were satisfied with their jobs; male faculty 
members expressed a better level of satisfaction 
when compared with female faculty members. 
Investigators attributed that female faculty 
members have other commitments towards family 
and children leads to much lesser job satisfaction in 
comparison to male faculty members. (Ayers, 
Thomson, Rich, & Newton, 2008). The number of 
female faculty members at AU is lower than that of 
men. Hence it is understood that the chances for 
women to have social relationships and friendships 
with other women are limited in comparison to 
male faculty who have greater available 
opportunities for social communication. 
Researchers have reported similar findings from 
studies in diverse sociocultural settings, including 
New Zealand (Ayers et al., 2008), Russia (O’Leary, 
Wharton, & Quinlan, 2009), and Pakistan (Khuwaja, 
Qureshi, Andades, Fatmi, & Khawaja, 2004). In 
addition, similar findings accrued for those in the 
same culture. For example, in Saudi Arabia,            
Al-Rubaish et al. (2009) and in Jordan, Bataineh 
(2014). Other researchers, such as Castillo & Cano 
(2004), Callister (2006), and Seifert and Umbach 
(2008) found the same result. 

However, this result is inconsistent with the 
findings of Oshagbemi (2000), Paul and Phua 
(2011), Ssesanga and Garrett (2005), and Wong 
and Heng (2009), who states from their study that 
gender has no direct effect on the job satisfaction of 
university teachers. Similarly, results from another 
study by Ali and Akhter (2009) identified no 
significant differences between male and female 
faculty members in job satisfaction. This result was 
supported by the studies of Paul and Phua (2011) 
and Wong and Heng (2009). 
While exploring the level of job satisfaction based 
on the marital-status variable, mean satisfaction 
was 3.98 and 3.79 for those who were married or 
unmarried, respectively. This indicates that faculty 
members are satisfied, as marriage never brings 
changes in the commitment to the job, whereas the 
p-value of the t-test showed no significant 
differences in satisfaction at a 0.05 significance 
level. Studies supporting this result included those 
conducted by Mahdi, Almarshad, Elsiddig, & 
Elbanna (2014), Viet (2013), Paul and Phua (2011), 
and Wong and Heng (2009). According to Scott, 
Swortzel, and Taylor (2005), marital status was 
unrelated to job-satisfaction constructs. This has 
contradictions with the findings from Federico, 
Federico, and Lundquist. (1976) and Watson 
(1981), show that married employees are more 
satisfied than unmarried employees. Similarly, 
Fetsch and Kennington (1997) recognized that 
married faculty were more satisfied than single or 
widowed faculty. These findings may arise from the 
significance of a job in one’s career, irrespective of 
marital status. 
In contrast, previous researchers arrived that 
marital status significantly affects job satisfaction 
and explored that, when the length of marriage 
increases, job and life satisfaction decreases as well 
as married employees were less satisfied compared 
to unmarried faculty members. (Azalea, Omar, & 
Mastor, 2009). Similarly, Malik (2011) found 
unmarried faculty members were more satisfied, 
compared to those who were married. This 
inconsistent finding may be due to the cultural 
influences. The culture of the UAE upholds the 
concept of extended family, where everybody as a 
member of the family, married or unmarried, 
sustains a sense of obligation to satisfy their family 
commitments and demands. 
One way ANOVA testing revealed statistically 
significant differences in the level of job satisfaction 
among faculty members in accordance with the 
variable of age, favouring those who are 51 years 
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old or older. Findings for age-based job satisfaction 
align with previous studies such as Scott et al. 
(2005) and Brunet and Sabiston (2011). They 
concluded that job satisfaction increased with age, 
due to the capability in adapting needs and wants 
to an outcome for work completed. Moreover, 
findings from Malik (2011) showed that younger 
faculty members are less satisfied than teachers 
reaching age 45 years and older. This result was 
consistent with results found in the literature. For 
instance, Ghafoor (2012); Castillo et al. (1999). This 
result could illustrate those faculty members who 
are 51 years old or older have a high level of 
satisfaction regarding their social status and job 
security. 
Concerning academic rank, the current results 
showed statistically significant differences in job 
satisfaction among the faculty members in 
accordance with their academic rank. Specifically, 
associate and full professors reported a higher level 
of job satisfaction compared to those holding other 
academic ranks. This result means that faculty 
members become increasingly satisfied as their 
academic rank improved. The reason may be that 
those with higher rank feel stable, secure in their 
jobs, become more familiar with promotion 
regulations and, accordingly, attune themselves to 
such rules. This result aligns with those discussed 
in studies by Ghafoor (2012), Malik (2011), 
Oshagbemi (2003), and Wong and Heng (2009), 
who indicated that faculty members at higher 
academic ranks generally are more satisfied with 
their jobs, compared to those at lower ranks. 
In contrast, several other studies in this area 
expressed that there is no statistically significant 
differences emerged in satisfaction levels 
associated with academic rank. For example, 
Eyupoglu and Saner (2009) reported that academic 
titles or types of faculty do not produce significant 
differences among subgroups of teachers in the 
measured variables. 
Concerning teaching experience in AU, results 
indicated statistically significant differences 
emerged in job satisfaction levels favouring faculty 
members who have experience of more than 7 
years. As the number of years of teaching 
experience increased, job satisfaction also 
increased. This finding supports research 
conducted by Ghafoor (2012) and Mahdi et al. 
(2014), who concluded that this result gives a clear 
picture of the aspirations of more experienced 
academic faculty members to different treatments 
in all facets of a job’s conditions and environment. 

In contrast, some findings showed no statistically 
significant effects of teaching experience on job 
satisfaction (e.g., Castillo & Cano, 2004; Paul & 
Phua, 2011; Wong & Heng, 2009). 
 

Self-Efficacy and Job Satisfaction 

Consistent with previous empirical studies, which 
found that individuals’ self-efficacy plays an 
important role in shaping job satisfaction, a 
moderate relationship (r = .495, p < .05) emerged 
between self-efficacy and job satisfaction in the 
current study. This finding supported that noted by 
Skaalvik and Skaalvik (2010) in their research, in 
that teacher job Satisfaction and self-efficacy have a 
strong positive relationship. Further, another study 
by Akomolafe and Ogunmakin (2014) also revealed 
a significant relationship between self-efficacy and 
job satisfaction. 
Nonetheless, the findings from this study highlight 
the predictive value of self-efficacy in the job 
satisfaction of faculty members. The results of the 
hierarchical regression model, which included   
self-efficacy as a predictor, had a significant effect 
on job satisfaction among faculty members. The 
outcome of the study suggests that teachers who 
are most satisfied with their jobs consider their 
work environment as supportive, experience 
positive goal progress, and report high levels of 
trait positive affect. 
A possible explanation for this finding is that 
teachers reporting higher teaching self-efficacy 
have greater expectations of themselves to perform 
effectively and successfully in their job roles. As a 
result, the faculty members feel satisfied in their 
job. Such an interpretation is consistent with Badri, 
Mohaidat, Ferrandino, and El Mourad (2013), who 
suggested that teachers who have important goals 
and gauge progress in attaining them will be more 
likely to experience increased job satisfaction. 
In general, findings from the present study denote 
that selected demographics (gender, age, academic 
rank, and teaching experience) and self-efficacy are 
critical predictors of faculty members’ job 
satisfaction. Self-efficacy emerged as the strongest 
unique predictor of job satisfaction. Self-efficacy 
among faculty members aligns with increased job 
satisfaction. This association agrees with results 
from many previous researchers. Therefore, 
greater importance should be given to the presence 
of high levels of self-efficacy to increase levels of 
job satisfaction of faculty members. 
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Limitations and Recommendations of the Study 

The findings from the current study have practical 
implications for the management of the university. 
Academic staff with different levels of job 
satisfaction may require different management 
styles and motivational strategies for optimum 
organizational effectiveness. Accordingly, it is 
recommended that higher education policymakers 
in UAE focus attention on self-efficacy in their 
efforts to improve faculty members’ job 
satisfaction, which may dramatically impact their 
performance and productivity. 
The results from this study have shown a 
remarkable leading factor in assessing the 
contribution of the independent variables on job 
satisfaction. However, several limitations exist in 
the present study that warrants review. Firstly, the 
generalizability of the results may be limited 
because the study was mainly concentrated on the 
sample segment of faculty members from one 
university. The results are not representative of 
other faculty members in other UAE universities. 
Second, this study relied on self-report measures 
for the predictor variables as well as the 
independent variables, potentially creating a  
mono-method bias. Third, data gathered for the 
current study pertains to discussions at one point 
in time. Consequently, covariate factors may have 
influenced respondents’ attitudes. Thus, the     
cross-sectional nature of the data may constrain the 
interpretation of results. Finally, some of the      
non-conditional difficulties encountered during the 
study included misunderstanding in the           
Likert- type scale as well as the limited exposure to 
handling the analysis instruments. These 
difficulties might have some reflection in the data 
analysis and interpretation which might have 
affected the scores obtained and thus weakened the 
validity of the study at some points. 
Based on the limitations, the findings should be 
interpreted cautiously and the findings need to be 
replicated with a more representative sample of 
faculty members. A need arises to carry out 
additional research to investigate the variables 
explored herein with larger samples spanning 
multiple cultures or different ages. As job 
satisfaction is a constant dynamic subject in the 
UAE higher education context, future studies 
should explore other factors that might contribute 
to job satisfaction such as leadership style, 
turnover, productivity, absenteeism, and job stress. 
The replication of the study on factors measuring 

UAE faculty members’ job satisfaction with a 
representative sample from several universities 
would substantiate or confound the effects of 
significant and nonsignificant factors in the present 
study. 
 

Conclusion 

The investigation on job satisfaction among faculty 
members in universities in UAE explored the effects 
of self-efficacy and selected demographics on job 
satisfaction. In summary, findings from the present 
study provided answers to the research questions. 
The study suggested that faculty members 
expressed a high level of job satisfaction. Based on 
beta values, results showed that self-efficacy had 
the strongest effect on job satisfaction. 
Furthermore, among the demographic variables of 
faculty members namely gender, age, academic 
rank, teaching experience etc. as a whole scored 
significantly high on job satisfaction. 
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